By and large, prior research has focused on the positive aspects of organizational citizenship behavior (OCB). D. W. Organ and K. Ryan (1995) , though, suggest that individuals who engage in high levels of OCB may become overloaded. This research explores the relationship between a specific type of OCB-namely, individual initiative-and role overload, job stress, and work-family conflict. Results from a sample of 98 couples indicate that higher levels of individual initiative (as assessed by the spouse or significant other) are associated with higher levels of employee role overload, job stress, and work-family conflict. The findings also suggest that the relationship between individual initiative and work-family conflict is moderated by gender, such that the relationship is stronger among women than among men. Some implications of this work and directions for future research are discussed as well.
defined organizational citizenship behavior (OCB) as "contributions to the maintenance and enhancement of the social and psychological context that supports task performance" (p. 91). Typically, then, employees who engage in OCBs are those who go the extra mile for their organizations and thereby contribute to its effective functioning. Prior research on OCB has generally focused on one of the following two areas.
First, a number of studies have sought to identify the antecedents of citizenship behavior (LePine, Erez, & Johnson, 2002; Organ & Ryan, 1995) . Research along these lines has suggested that employees who are satisfied with their jobs, are committed to their organizations, and feel they are treated fairly are likely to engage in OCBs (Organ & Ryan, 1995) . In addition, other research has indicated that employees who are given satisfying tasks and work for transformational or supportive leaders are also likely to exhibit OCBs (Podsakoff, MacKenzie, Paine, & Bachrach, 2000) . Second, researchers have sought to understand the relationship between OCB and organizational-level indicators of performance (Podsakoff et al., 2000) . Generally speaking, this research has suggested that OCBs contribute to the effective functioning of organizations by creating social capital, increasing efficiency, and enhancing productivity (Bolino, Turnley, & Bloodgood, 2002; Organ, 1988) . Moreover, several empirical studies have indicated that OCBs are related to some indicators of organizational effectiveness (e.g., Koys, 2001; Podsakoff et al., 2000; Walz & Niehoff, 2000) .
Clearly, previous work in this area has broadened our understanding of the antecedents of OCB and the implications of such behavior for the effective functioning of organizations. As noted by Organ and Ryan (1995) , though, few studies have sought to understand the potential implications of OCB for employees. Moreover, whereas citizenship behavior may affect organizations in several positive ways, it is also possible that engaging in such behaviors could have negative consequences for the employees who do so. In particular, Organ and Ryan suggested that being a good organizational citizen could contribute to employee stress and overload. In addition, there may be other personal costs (such as work-family conflict) that accrue to individuals who engage in high levels of citizenship behavior. To date, however, the idea that OCBs could have a negative impact on the employees who perform them has largely been ignored.
This omission is particularly troubling because the findings of a number of recent studies have indicated that, increasingly, employers are asking their employees to put forth more effort, work longer hours, and be more accessible (e.g., Bond, Galinsky, & Swanberg, 1997; Hochschild, 1997; Schor, 1991) . Indeed, Williams (1999) described how contemporary organizations see the ideal worker as one who "works full time and overtime and takes little or no time off for childbearing and child rearing" (p. 1). That is, the ideal worker is an employee who not only demonstrates high levels of task performance but also engages in high levels of contextual performance or OCB as well. However, whereas being a "good soldier" is a reality for many employees today, there have been few studies investigating the ways in which the "good soldier syndrome" (Organ, 1988) might affect those employees personally. This research, then, explores how a specific type of OCB-individual initiative-may contribute to employee stress and strain. In doing so, this study has two principal goals.
First, this investigation explores the possibility that high levels of individual initiative may affect employees in negative ways. Individual initiative is a specific type of OCB in which employees "engage in task-related behaviors at a level that is so far beyond minimally required or generally expected levels that it takes on a voluntary flavor" (Podsakoff et al., 2000, p. 524) . Examples of individual initiative might include going into the office on weekends, coming in early for work (or staying late), volunteering for special projects in addition to one's normal job duties, and so on.
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As noted by Organ (1988) many of the behaviors composing individual initiative could be considered in-role; however, it is the "marked level or intensity" of these behaviors that make them qualify as a type of citizenship (p. 104). The first objective of this study, then, is to examine the relationship between individual initiative and role overload, job stress, and work-family conflict.
Second, previous research has suggested that women tend to emphasize their family roles more than men do (Gutek, Searle, & Klepa, 1991) . As a result, women may feel particularly conflicted about trying to be a good organizational citizen while still fulfilling their obligations to their spouse or family. Therefore, this research also seeks to determine whether engaging in high levels of individual initiative has more negative implications for women than it does for men in terms of work-family conflict.
Job-Holder Roles, Organizational-Member Roles, and Family Roles
Over the past 50 years, researchers have given considerable attention to the ways in which roles affect employee behavior (e.g., Jackson & Schuler, 1985; Katz & Kahn, 1978) . Role theory suggests that people generally seek to behave in ways that are consistent with the way their roles are defined (Kahn, Wolfe, Quinn, Snoek, & Rosenthal, 1964) . Moreover, role theory posits that interrole conflict and tension often result as individuals find it increasingly difficult to successfully execute each of their roles because of constrained resources (e.g., time, energy) or the incompatibility among different roles (e.g., employee roles vs. spousal or parental roles). On the basis of role theory, this study proposes that employees who display individual initiative are taking on an additional role, which could have negative implications for their own well-being or their personal relationships. Welbourne, Johnson, and Erez (1998) proposed that individuals in organizations enact two key work roles: the job-holder role and the organizational-member role. The job-holder role is representative of the formally prescribed (or in-role) duties and responsibilities that employees must fulfill; in contrast, the organizationalmember role encompasses employee expectations to be good organizational citizens. Welbourne et al. demonstrated the empirical distinctiveness of these two work roles, and recent research has suggested that employees often feel pressure to engage in both types of roles (Perlow, 1998) . Moreover, individuals who successfully fulfill both their job-holder and organizational-member roles are likely to be given higher performance appraisal ratings and be considered more promotable than are employees who either choose not to or fail to do so (Allen & Rush, 1998; Werner, 1994) .
Role Overload
Role overload describes situations in which employees feel that there are too many responsibilities or activities expected of them in light of the time available, their abilities, and other constraints (Rizzo, House, & Lirtzman, 1970) . As discussed earlier, OCBs are acts that typically go somewhat beyond an employee's formally prescribed job duties. Logically, then, fulfilling the organizationalmember role (while also filling the job-holder role) is likely to require additional resources on the part of employees, particularly in terms of their time and energy. Employees may thus find it rather overwhelming to fulfill their organizational-member role by demonstrating individual initiative-bringing things home to work on, staying at work after normal business hours, working on their days off, attending work-related functions on their personal time, and so forth-when they already struggle to find the time and resources needed to satisfactorily complete their in-role responsibilities. Accordingly, individual initiative should be positively related to role overload.
Hypothesis 1: Individual initiative is positively associated with role overload.
Job Stress
A great deal of research has sought to better understand the nature of job stress (see Ganster and Schaubroeck, 1991 , for a review). Although there has been some debate as to the specific definition of stress, most researchers generally agree that it is "an unpleasant emotional experience associated with elements of fear, dread, anxiety, irritation, annoyance, anger, sadness, grief, and depression" (Motowidlo, Packard, & Manning, 1986, p. 618) . As discussed earlier, a key element of role theory is the idea that fulfilling multiple roles is likely to be associated with higher levels of stress and strain. Therefore, employees who seek to fulfill their organizational-member role by demonstrating individual initiative in addition to fulfilling their job-holder role should find their jobs more stressful.
Hypothesis 2: Individual initiative is positively associated with job stress.
Work-Family Conflict
Although the job-holder and organizational-member roles are two important roles, researchers also recognize that nonwork roles (e.g., spouse, family, leisure) are an integral part of employees' lives too (e.g., Allen, 2000; Kabanoff, 1980) . Work-family conflict is a specific type of role conflict in which work-role demands interfere with family-role demands (Greenhaus & Beutell, 1985) . Again, role theory suggests that as employees do more and more for their companies, they are likely to have less time and energy to devote to their spousal and family responsibilities (Hochschild, 1997) . Consequently, good organizational citizens are likely to be conflicted by their obligation to go beyond the call of duty for their employer and their obligation to be a good spouse or parent. Employees who exhibit low levels of individual initiative should have more time and energy to devote to their families and, thus, are likely to experience less work-family conflict; in contrast, employees who engage in high levels of individual initiative are likely to have to do so at the expense of family time or obligations. Therefore, individual initiative and work-family conflict should be positively related.
Hypothesis 3A: Individual initiative is positively associated with work-family conflict.
Previous studies have indicated that gender often influences the extent to which individuals invest in their work and family roles (Pleck, 1977) . Specifically, this research has found that women tend to emphasize their family roles to a greater extent than do men (Gutek et al., 1991) . Furthermore, relative to men, women are still more likely to have the primary responsibility of finding a way to balance family obligations with their obligations to their employer (Parasuraman & Greenhaus, 1993) . Moreover, Tenbrunsel, Brett, Maoz, Stroh, and Reilly (1995) suggest that men are able to trade off work and family more easily than women are.
Role theory suggests that when individuals assign greater value to a certain role, they are especially likely to feel interrole conflict when other obligations interfere with their ability to fulfill the requirements of their most important role (Greenhaus & Beutell, 1985; Kahn et al., 1964) . Because women tend to emphasize their family roles to a greater extent than men do and have more difficulty making the trade-off between family obligations and work obligations, it is expected that gender will moderate the relationship between individual initiative and work-family conflict. In particular, it is expected that the relationship between individual initiative and work-family conflict will be stronger among women than men.
Hypothesis 3B:
The relationship between individual initiative and work-family conflict is moderated by gender. Specifically, the positive relationship between individual initiative and work-family conflict will be stronger for women than for men.
Method

Sample and Procedure
Packets that included two surveys were mailed to 622 alumni of a medium-sized, private university located in the midwestern United States. Alumni were asked to complete one of the surveys and to give the other survey to their spouse or significant other to complete. Individuals who were single and did not have a significant other were asked to complete only their own survey. Two postage-paid return envelopes were provided in each packet so that the alumnus and his or her significant other could both mail their own survey back to the researchers.
One hundred seventy usable surveys were returned by alumni (for a response rate of 27%). Of the 170 respondents, 29 did not have a spouse or significant other; as a result, these data were not included in the study. Another 43 respondents sent in their surveys, but their spouse or significant other did not return their corresponding survey; therefore, data from these respondents were also eliminated. Complete matching data, then, were ultimately obtained from 98 couples (80% of whom were married). Data were collected from each partner; thus, there were 196 participants overall.
Ninety-nine of the respondents were male and 97 were female. Sixty-one percent of the respondents had an undergraduate degree, 35% had a graduate degree, and 4% had a doctoral degree. Twenty-seven percent of the respondents were in their twenties, 68% were in their thirties, and 5% were aged 40 or older. Ninety-seven percent of the respondents were White. Fifty-one percent of the respondents had at least one child currently living in their home; 49% of the respondents had no children.
Eighty-five percent of the respondents were employed at the time of the survey (including at least 1 in each couple); thus, there is only work-related data (i.e., role overload, job stress, work-family conflict, and individual initiative) for these 167 individuals. Respondents worked in a variety of professions. Thirty-five percent worked in consulting or managerial positions; 24% worked in the areas of finance and accounting; 15% worked in sales and marketing; 15% worked in law, medicine, or education; and 11% worked in other professions. Respondents' average organizational tenure was 4.7 years (SD ϭ 4.4 years). Eighteen percent reported annual salaries of less than $40,000, 32% reported annual salaries between $40,000 and $79,999, and 50% reported annual salaries of $80,000 or more.
Measures
Individual initiative. Existing measures of individual initiative are typically short and focus on behaviors that are most relevant among blue-collar workers (e.g., Niehoff & Moorman, 1993) . Therefore, a new measure was used here. The scale consists of 15 items and measures the extent to which employees come into work early or stay at work late, volunteer for special projects in addition to their normal job duties, check their e-mail or voice mail from home or while on vacation, and so on. The items are based on descriptions of individual initiative provided in previous work. In particular, researchers have specifically indicated that employees who demonstrate individual initiative are those who come in early or stay late, check back with the office while on vacation, take work home with them, and volunteer to take on responsibilities that are not part of their own job (e.g., Coleman & Borman, 2000; Podsakoff, MacKenzie, & Hui, 1993) .
Because this is a newly developed scale, exploratory factor analysis was used to determine whether the scale was multidimensional. The exploratory factor analysis revealed that there was only one factor with an eigenvalue greater than 1 (which accounted for 78% of the variance). Also, on the basis of the recommendation of Cortina (2002) , a scree test was conducted. This plot suggested that only one factor should be retained. The factor loadings for all 15 items exceeded .40. Likewise, Cronbach's alpha for the 15-item scale was high (␣ ϭ .91). All of the items and their factor loadings appear in Table 1 . See the Appendix for details of a separate study verifying that these items are representative of individual initiative behaviors among professional employees.
Ratings of citizenship behavior have typically been collected from the employee's supervisor or peers. However, because many of the behaviors in question took place at home or outside of normal working hours, using supervisor or peer ratings of individual initiative did not appear appropriate in this case. Instead, ratings of individual initiative were provided by the individual's spouse or significant other.
Because such ratings have not typically been used in previous research, employees were also asked to self-report their behavior using the same scale in order to provide some evidence of the measure's validity. The correlation between employee ratings and spouse or significant other ratings of individual initiative was .77 ( p Ͻ .01). In order to avoid single-source bias, though, we used only the spouse or significant other's responses in testing the hypotheses.
Role overload. Role overload was measured with a scale based on items from Schaubroeck, Cotton, and Jennings (1989) and Beehr, Walsh, and Taber (1976) . The three items were "The amount of work I am expected to do is too great," "I never seem to have enough time to get everything done at work," and "It often seems like I have too much work for one person to do." Responses were made on a 5-point scale ranging from 1 (strongly disagree) to 5 (strongly agree). Cronbach's alpha for the scale was .84.
Job stress. Job stress was measured with a four-item scale developed by Motowidlo et al. (1986) . The four items were "My job is extremely stressful," "Very few stressful things happen to me at work" (reversescored), "I feel a great deal of stress because of my job," and "I almost never feel stressed because of my work" (reverse-scored). Responses were made on a 5-point scale ranging from 1 (strongly disagree) to 5 (strongly agree). Cronbach's alpha for the scale was .87.
Work-family conflict. Work-family conflict was measured using an 11-item scale. The scale was based on items developed by Kopelman, Greenhaus, and Connolly (1983) and Carlson, Kacmar, and Williams (2000) . Sample items include "Because my work is demanding, at times I am irritable at home" and "My work takes up time that I'd like to spend with loved ones." Responses were made on a 5-point scale ranging from 1 (strongly disagree) to 5 (strongly agree). Cronbach's alpha for the scale was .94.
Because of their potential overlap, a confirmatory factor analysis (CFA) was used to verify that the job stress, role overload, and work-family conflict items were measuring three distinct constructs. A CFA using maximum likelihood estimation and randomly created item parcels (as outlined by Floyd and Widaman, 1995) supported a three-factor solution, 2 (17, N ϭ 164) ϭ 66.28. The key fit indices for the three-factor model were as follows: goodness-of-fit index ϭ .91, comparative fit index ϭ .95, and Tucker-Lewis Index ϭ .91. The fit of a three-factor model was also compared with the fit of four alternative models: a one-factor model, a two-factor model in which role overload and job stress items loaded onto the same factor, a two-factor model in which job stress and work-family conflict items loaded onto the same factor, and a two-factor model in which role overload and work-family conflict items loaded onto the same factor. In every instance, the three-factor model fit the data significantly better than did any alternative model.
Control variables. Age, gender, marital status, the number of children living at home, organizational tenure, and salary were used as control variables in all of the analyses. In addition, although there is some debate as to whether it is actually necessary (e.g., Spector, Zapf, Chen, & Frese, 2000) , some researchers have argued that negative affectivity should be included as a control variable in studies of stresses and strains (e.g., Burke, Brief, & George, 1993) . To control for the potential influence of negative affectivity in the analyses, we assessed this variable using Goldberg's (1992) 20-item measure. The scale asks individuals to indicate how accurately or inaccurately they are described by certain traits (e.g., moody, anxious, emotional, jealous, insecure, nervous). Responses were made on a 5-point scale ranging from 1 (very inaccurate) to 5 (very accurate). Cronbach's alpha for the scale was .87.
A correlation matrix of all the variables used in this study is provided in Table 2 . The means and standard deviations for the scales are also provided in Table 2 .
Results
Hierarchical regression was used to test the first three hypotheses. The results of these analyses are presented in Table 3 . As predicted, even after we included the control variables, individual initiative was positively associated with role overload (␤ ϭ .53, Checks his/her e-mail or voice mail from home.
.59 Works on his/her days off (e.g., weekends).
.73 Brings things home to work on.
.75 Takes work-related phone calls at home.
.75 Carries a cell phone or pager for work so he/she can be reached after normal business hours.
.65 Stays at work after normal business hours.
.71 Works late into the night at home.
.61 Attends work-related functions on his/her personal time.
.63 Travels whenever the company asks him/her to, even though technically he/she doesn't have to.
.51 Works during his/her vacations.
.79 Goes into the office before normal business hours.
.56 Volunteers for special projects in addition to his/her normal job duties. .50 Rearranges or alters his/her personal plans because of work.
.74 Checks back with the office even when he/she is on vacation.
.76 Participates in community activities for the benefit of his/her company or organization. .40 p Ͻ .01), job stress (␤ ϭ .36, p Ͻ .01), and work-family conflict (␤ ϭ .37, p Ͻ .01). Thus, Hypotheses 1, 2, and 3A were supported. Hypothesis 3B proposed that gender moderates the relationship between individual initiative and work-family conflict such that the relationship is stronger among women than among men. Hierarchical regression (in which the control variables were entered in the first step, the main effects were entered in the second step, and the interaction was entered in the third step) was used to test this hypothesis. As recommended by Aiken and West (1991) , the variables were centered in this analysis. As shown in Table 4 , the interaction between gender and individual initiative was statistically significant (␤ ϭ .44, p Ͻ .05). The interaction is illustrated in Figure 1 . The figure depicts the actual regression line for each gender, which was plotted with the procedure described by Aiken and West. In order to gain additional insight into the nature of the interaction, we conducted simple slope analyses for each group. According to these analyses, among men, the relationship between individual initiative and work-family conflict was significantly positive (␤ ϭ .34, p Ͻ .01). Individual initiative and work-family conflict were also significantly associated among women, but as expected, the relationship was stronger (␤ ϭ .46, p Ͻ .01). Hypothesis 3B, then, was supported as well.
Discussion
This research examined the possibility that engaging in citizenship behavior could adversely affect the well-being of employees. Consistent with the hypotheses, the findings indicate that higher levels of individual initiative (a specific type of OCB) are related to higher levels of role overload, job stress, and work-family conflict. In short, there do appear to be some personal costs associated with the "good soldier syndrome" (Organ, 1988) .
Moreover, as expected, the relationship between individual initiative and work-family conflict was stronger among women than among men. However, the results were somewhat counterintuitive in at least one respect. Specifically, one might expect women to be more reluctant than men to engage in individual initiative because such actions would result in higher levels of work-family conflict for women (relative to men). The results do indicate that the relationship between individual initiative and work-family conflict is stronger for women than for men; however, the data do not suggest that women invariably experience more work-family conflict than do men. Indeed, at relatively lower levels of individual initiative, men in this study reported higher levels of work-family conflict than did women. At relatively higher levels of individual Step 1 Step 2 Step 1 Step 2 Step 1 Step 2 .01
a
Step 1 degrees of freedom ϭ 6, 154;
Step 2 degrees of freedom ϭ 8, 151;
Step 3 degrees of freedom ϭ 9, 150. * p Ͻ .05, one-tailed. ** p Ͻ .01, one-tailed. *** p Ͻ .001, one-tailed.
initiative, though, women in this study reported comparable levels of work-family conflict to those of men. Thus, the data suggest that the incremental costs associated with increasing one's level of individual initiative are greater for women than for men (in terms of the amount of work-family conflict generated). The findings of this study contribute to the existing literature on citizenship in at least two ways. First, previous work on OCB has most often focused on identifying its antecedents (cf. LePine et al., 2002; Organ & Ryan, 1995) . Accordingly, researchers have called for additional studies that investigate the potential consequences of citizenship, especially at the individual level (cf. Podsakoff et al., 2000) . This study, then, contributes to our understanding of the impact of a specific type of OCB on individual employees. Second, prior studies that have explored the outcomes of OCB have generally emphasized how such behaviors either facilitate the effective functioning of organizations or enhance the performance appraisal ratings and career prospects of employees who engage in such behavior (cf. Podsakoff et al., 2000) . As such, these previous investigations have tended to emphasize the positive features of citizenship. In contrast, though, scholars investigating the consequences of high levels of work effort have frequently highlighted its adverse effects on employee well-being (e.g., Williams, 1999) . Consistent with this perspective, then, the current study illustrates that there may be some potentially negative consequences of going the extra mile for one's organization, at least for those employees who engage in relatively high levels of individual initiative.
Avenues for Future Research
The findings of this study suggest several avenues for future research. In particular, whereas the results here provide some evidence for the potential costs of individual initiative, other research has found that displaying high levels of citizenship also has its rewards. For example, employees who engage in higher levels of OCB tend to receive higher performance ratings (Podsakoff et al., 2000) . Sieber (1974) proposed that the rewards associated with taking on additional roles generally outweigh any stress that doing so might engender. Accordingly, whereas some employees may experience more overload, stress, and workfamily conflict because of their high levels of individual initiative, the costs of such behavior may be offset by the benefits of more favorable performance appraisals, more rapid advancement, or simply a greater sense of job involvement or accomplishment. It would be useful, then, to understand the ways in which employees evaluate the costs and benefits of being a good organizational citizen.
Another possible avenue for future research is to determine what role certain management policies might play in the relationship between individual initiative and work-family conflict. For instance, in recent years, many organizations have implemented "family friendly" work policies. However, it is currently unclear whether such policies would decrease or increase the amount of work-family conflict that good organizational citizens experience. For example, providing employees with concierge services may increase their ability to balance their work and family obligations. At the same time, however, such accommodations may also create social pressures for employees to increase their levels of extrarole behavior and the time they spend at work.
Finally, future investigations should seek to understand the somewhat broader societal implications of individual initiative. In particular, if employees are increasingly called upon to go beyond the call of duty for their organizations, then individuals may have less time and energy to devote to their families and their local communities. For example, several scholars have lamented the fact that individuals are less involved in their communities now than they used to be (e.g., Putnam, 2000) . To the extent that being a good organizational citizen requires so much time that it interferes with one's family life or one's ability to be active in the community, individual initiative may have beneficial outcomes for organizations but harmful consequences for society at large.
Limitations
Although this study contributes to our understanding of citizenship in several important ways, it also has some limitations. As noted earlier, previous research has typically relied on supervisor ratings of OCB. Some studies have also used self-report or peerreport measures (Allen, Barnard, Rush, & Russell, 2000) . In contrast, spousal (or significant other) ratings of individual initiative were used here. Although the .77 correlation between these ratings and self-reported ratings of individual initiative was highly significant ( p Ͻ .01), it is still unclear how such ratings might correlate with supervisor ratings. Nevertheless, LePine et al. (2002) argued that "theory and logic" (p. 61) should guide the way in which such data are collected. In this study, spouses (or significant others) were probably in the best position to evaluate the types of individual initiative examined here. Moreover, Podsakoff et al. (2000) maintain that it is paramount in OCB research that "measures of the predictor and criterion variables are obtained from different sources" (p. 557). The approach used in this study eliminates concerns about the use of single-source data. Ideally, though, ratings of individual initiative would have also been obtained from other sources.
Unfortunately, existing measures of individual initiative were inappropriate for use in this study because they assess the extent to which employees are punctual; never take long lunches or breaks; do not take extra breaks; and obey company rules, regulations, and procedures even when no one is watching (i.e., because they were designed for use in samples of blue-collar workers). The scale created for this study seems to be faithful to the conceptualization of individual initiative described in previous work and was designed to assess such behavior among a sample of white-collar workers. However, it is unclear how our measure might relate to more established measures of OCB or contextual performance. Indeed, it is possible that the measure of individual initiative used here is actually more strongly related to measures of work time and work interference with family that have been used in prior research on work-family conflict (e.g., Major, Klein, & Ehrhart, 2002) . It would be useful, then, to assess the relationships among individual initiative, OCB, work time, and work interference with family in a single study in which the measures of these variables were obtained from different respondents (e.g., employees, supervisors, and significant others).
Another potential concern is that the items used to measure individual initiative could be capturing behaviors that were considered to be required or in-role behavior by the respondents. Given that the respondents worked in a variety of organizations, though, it would have been infeasible to develop a set of items that would be considered extrarole in each respondent's organization. Moreover, as Podsakoff et al. (2000) point out, most citizenship behaviors are not strictly extrarole anyway; rather they are behaviors that are "relatively more likely to be discretionary" (p. 549). Indeed, even the items that have been used to measure individual initiative in previous studies "have an in-role flavor" to them (Organ, 1988, p. 104) . In addition, a sample of executive master of business administration students did suggest that the items used in this study were indicative of behaviors that fall outside the formal job descriptions of white-collar employees (see the Appendix for details). Nevertheless, additional evidence of the scale's validity would be useful.
The cross-sectional design is another weakness of this research. In particular, it has been argued here that engaging in individual initiative results in higher levels of employee role overload, job stress, and work-family conflict. It is conceivable, however, that it is higher levels of role overload, job stress, and work-family conflict that lead to higher levels of individual initiative. For example, employees who feel overloaded may feel compelled to bring things home to work on or to stay at work after normal business hours. It is less clear, though, why employees who already feel overloaded and stressed would choose to volunteer for special projects in addition to their normal job duties, participate in community activities for the benefit of their organizations, or travel whenever the company asks them to do so. Regardless, without longitudinal data, the directionality of the relationship between individual initiative and employee stress and strain cannot be determined conclusively.
Finally, this particular sample of employees is clearly not representative of all employees. In particular, the workers in this study were highly educated and had relatively high salaries. Thus, the occurrence and consequences of individual initiative may be quite different in other samples of employees. In particular, given that the respondents here were so well paid, there may have been an expectation that they would do whatever was necessary to help their organizations. Thus, the occurrence of individual initiative in this sample may be higher than it is among other groups of employees. Accordingly, replications of this work-involving a sample of workers that are more representative of the general population of employees-would also be useful.
Conclusion
A number of studies have shown that OCBs contribute in important ways to organizational functioning and performance (Podsakoff et al., 2000) . Researchers have also argued that OCBs may enhance an organization's ability to attract and retain good employees by making it a more attractive place for people to work (Podsakoff et al., 2000) . However, the results of this study indicate that going the extra mile is associated with overload, stress, and work-family conflict. As one respondent in our study remarked, "I do feel the pressure to get the job done at all costs. Unfortunately, I oftentimes feel that I let my family down for the purposes of satisfying job-related commitments." If engaging in citizenship has negative implications for employees, such an environment may, in fact, be less attractive to individuals. Indeed, feelings of overload, stress, and work-family conflict among employees could produce higher levels of turnover and also make it more difficult to attract new employees. Practically speaking, then, employers may need to find ways of encouraging their employees to go beyond the call of duty and, at the same time, take actions that alleviate the potential stresses and strains that are associated with being a good organizational citizen.
